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A B S T R A C T 
The aim of this research is to examine and analyze effects of workplace loneliness and perceived 
organizational support towards Intention to Leave mediated by organizational commitment. This 
research was conducted on the employees of securities company that are part of Indonesian Stock 
Exchange (BEI), specifically located in D.I. Yogyakarta and Central Java, with a total sample of 101 
respondents. The data analysis used for this research is quantitative method of Structural Equation 
Modeling (SEM) with result that shows; (1) There is a negative and significant correlation between 
Workplace Loneliness towards Organizational Commitment, (2) there is a positive and significant 
correlation between Workplace Loneliness towards Intention to Leave, (3) there is a positive and 
significant correlation between Perceived Organizational Support towards Organizational 
Commitment, (4) Perceived Organizational Support has a negative and significant correlation towards 
Intention to Leave, (5) there is a negative and significant correlation between Organizational 
commitment towards Intention to Leave, (6) there is a positive and significant correlation between 
Workplace Loneliness towards Intention to Leave through the variable of Organizational commitment, 
and (7) there is a negative and significant correlation between Perceived Organizational Support 
towards Intention to Leave through the variable of Organizational commitment among the employees 
of securities company that are parts of Indonesian Stock Exchange (BEI), specifically located in D.I. 
Yogyakarta and Central Java.   
© 2021 by the authors. Licensee SSBFNET, Istanbul, Turkey. This article is an open access article 
distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license 




One of the most rapid technology advancements in this digital era is the advancement of the internet, which contributes to the increase 
of loneliness as direct interaction among individuals gradually decreases. In this era, technology serves as a tool that makes humans’ 
daily needs easier. There are both positive impacts and negative impacts of nowadays technology advancements. One of the negative 
impacts is the lack of social interaction, which can evoke a feeling of loneliness. Loneliness is defined as a concept that defies the 
nature of humankind, as humans are always in need of social communication and social interaction (Cacioppo & Patrick, 2008) 
Loneliness at work is marked with unwanted thoughts that are caused by the absence of qualitative interpersonal relation and the 
inability of socializing (Wright et al., 2006) Workplace loneliness is not a new phenomenon, only that it has become more common 
nowadays. However, workplace loneliness has not been a subject of research, both theoretically and empirically.  
In an organization, good social interaction and interpersonal support are not enough; there is an organizational support that is deemed 
as a reflection of employees’ perception towards how far an organization appreciates their contribution and cares for their welfare. 
Organizational support can increase the optimism among employees that an organization will provide more appreciation for the sake 
of pursuing the goal of an organization (Eisenberger et al., 1986) Organizational support is also said to have positive correlation with 
many welfare factors, as how organizational commitment does.  POS is considered to be the main predictor of Intention to Leave. 
As POS increases, the intention for turnover decreases as POS evokes the sense of responsibility towards an organization (Tuzun & 
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Kalemci, 2012). On the other hand, employees with low level of POS tend to resign from an organization (Jawahar & Hemmasi, 
2006) 
This research was conducted on employees of securities companies that are parts of Indonesia Stock Exchange (BEI), specifically 
located in DIY and Central Java. Securities company serves an important role in facilitating people to invest in the stock market as 
convenient as possible. With the help of securities company, people can conduct capital transaction in exchange for investment 
products they desire. However, the rapid development of technology actually causes these employees to have excessive workload 
that it becomes a major issue among them. This issue can trigger many other following conflicts that further meddles in their family 
and social interaction among employees, hence the decrease in their work performance. 
For employees of a company, organizational support is seen as a form of support that is granted by the company for its employees, 
to both increase their work performance as well as their organizational commitment. Based on the existing experience and 
phenomenon, employees of securities company are often dissatisfied if the company offers no promising career path and if the 
company lacks in respect towards the employees, further causing the employees to consider resigning and looking for other 
companies that can elevate their careers. 
According to some studies (Ayazlar & Guzel, 2014) (Ozcelik & Barsade, 2018), it is shown that there is a negative and significant 
correlation between loneliness and organizational commitment. This is where employees that experience loneliness in their work 
group will gradually eliminate their affective commitment towards an organization, be it because of psychological reason or 
interpersonal reason. In line with this, it is revealed that workplace loneliness has a negative correlation with organizational 
commitment, yet has a positive correlation with Intention to Leave (Wright, 2005). Loneliness is said to cause stress, weakening of 
organizational commitment, and problems related to social interaction, which induce the desire to resign from an organization 
(Kaymaz et al., 2014). Moreover, the studies conducted by Madden et al., (2015) and Ghozali et al., (2018) similarly show that POS 
has a negative correlation to Intention to Leave. Other studies by James & Azungah (2019) and Guchait et al., (2015) show that there 
is a significant and negative impact between organizational support and Intention to Leave, mediated by organizational commitment 
among employees. 
It is discovered that there is a difference in result regarding the influence of workplace loneliness with Intention to Leave that is 
mediated by organizational commitment. In a study conducted by Ertosun & Erdil (2012), the result shows that affective commitment 
does not have mediation effect on the relation between emotional deprivation and Intention to Leave. On the other hand, affective 
commitment has mediation effect on the relation between social friendship and Intention to Leave. Workplace loneliness also has a 
negative impact on employees’ attitude, which contributes to the low level of organizational commitment and Intention to Leave.  
Wright et al. (2006) discussed the importance of this matter, arguing that the concept of workplace loneliness may not only have 
different causes, but also different consequences. There is a gap in some previous research and that is the difference in result of 
research. Therefore, this research is aimed to fill the gap in research literature and to contribute theoretically to this discourse by 
developing and examining the model of research on the impact of workplace loneliness and perceived organizational support towards 
Intention to Leave mediated by organizational commitment, which is surveyed among employees of securities company that are parts 
of Indonesian Stock Exchange (BEI), specifically located in D.I. Yogyakarta and Central Java. 
Literature Review 
Workplace Loneliness and Organizational Commitment 
According to Barsade and Ozcelik (2011), in a specific term, loneliness is a feeling that involves isolation and alienation from other 
people in a social environment. Having this feeling of alienation and lack of security leads to a deficit of attention and relational 
withdrawal from the workplace, leading to decreased performance.  Lack of social interaction for a human can lead to feelings of 
loneliness. Loneliness is a concept that is contrary to nature because humans always need social communication and social interaction 
(Cacioppo & Patrick, 2008). The loneliness of employees in an organization can negatively affect their commitment to the 
organization, where the lonelier a person is, the lower the commitment will be, even at a lower level. The results of Chan and Qiu's 
(2011) study indicate that there is a significant negative correlation between loneliness and organizational commitment. Meanwhile, 
study conducted by Ozcelik and Barsade (2018) revealed that workplace loneliness has a negative effect on organizational 
commitment. In a study conducted by Tabancalı and Korumaz (2017), it showed that supervisors' workplace loneliness strongly 
predicts their commitment to the organization. On the other hand, study conducted by Promsri (2018) shows that continuous 
commitment and normative commitment have a significant positive effect on workplace loneliness, whereas affective commitment 
has a significant negative effect on workplace loneliness. Based on the relationship between the two variables, the first hypothesis is:  
H1: Workplace Loneliness has a negative effect on Organizational Commitment. 
Workplace Loneliness and Intention to Leave  
Ertosun & Erdil (2012) stated that loneliness can come from low social support. If an employee has low social relations at work, then 
he tends to have a greater desire to do the intention to quit. Loneliness has been associated with various individual differences which 
include depression, hostility, pessimism, feelings of isolation from social interactions, shame, and low positive engagement. Where 
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if an employee feels lonely at work, either emotionally or socially, then they tend to psychologically withdraw from the organization 
or workplace environment. Workplace loneliness has a negative effect on employee attitudes, which can lead to low organizational 
commitment and a desire to leave the organization. Lam & Lau (2012) explain that employees who have social relationships and 
trust that are less likely to be prioritized and appear for the organization. This makes them feel that their goals are not in line with the 
goals of the organization, thus encouraging them to seek alternative assistance from other organizations. This is in line with study 
conducted by Aytac and Basol (2018). The results of this study indicate that there is a positive and significant influence between 
loneliness and Intention to Leave. Kaymaz et al., (2014) show that the results of this study are that there is a positive and significant 
influence between loneliness and Intention to Leave. In addition, study conducted by Ghadi (2017) states that workplace loneliness 
has a positive and significant impact on employee Intention to Leave.  Study by Gozukara et al., (2017) shows that Intention to Leave 
affects loneliness and the effect of Intention to Leave on loneliness is completely mediated by job alienation. Based on the relationship 
between the two variables, the second hypothesis is:  
H2: Workplace Loneliness has a positive effect on Intention to Leave. 
Perceived Organizational Support and Organizational Commitment 
Perceived organizational support is also an important factor in supporting organizational and employee functions. Support can be in 
the form of praise which is given to employees indiscriminately. When employees feel that their organization values their 
contributions and cares about their well-being, they will express a higher degree of affective, normative, and continual organizational 
commitment. Conducted by Wong and Wong (2017) the results of this study indicate that POS has a positive effect on organizational 
commitment. Battistelli et al., (2015) also found that POS has a positive effect on self-competence through affective commitment. 
Conversely, ongoing commitment and normative commitment do not mediate this relationship. Wong and Wong, (2017) also show 
that POS has a positive effect on organizational commitment. Meanwhile, study conducted by Kim et al., (2016) shows that POS has 
a positive effect on Affective Commitment. Perceived organizational support theory argues that POS fulfills socio-emotional needs 
such as appreciation, affiliation, and emotional support, leading to greater organizational identification, which in turn will increase 
AC. In addition, Brown and Roloff (2015) show that perceived organizational support has a positive effect on organizational 
commitment. Likewise, study conducted by Nazir and Islam (2017) found a positive influence of perceived organizational support 
on employee organizational commitment. Islam et al., (2015) also show that the study conducted had a positive and significant 
relationship between perceived organizational support and affective commitment felt by employees in the banking sector. POS is 
believed to increase employee affective commitment. Based on the relationship between the two variables, the third hypothesis is: 
H3: Perceived Organizational Support positively affects Organizational Commitment 
Perceived Organizational Support and Intention to Leave.  
Employees with a high perceived organizational support have a higher positive attitude towards their job so that their intention to 
leave will decrease. The results of this study indicate that organizational support can reduce employees' intention to leave the 
organization. In addition, employees who feel that the organization has appreciated their contributions and care about their welfare 
will reciprocate those feelings to the organization by staying with the organization. Barzoki and Rezai (2017) found that POS has a 
negative and significant effect on Intention to Leave. The relationship between POS and Intention to Leave provides opportunities 
for managers to retain valuable employees for the company. Meanwhile, the results of the study by James and Azungah (2019) show 
that the direct relationship between Organizational Support and the intention to leave without a mediator is negative and significant. 
Guchait et al., (2015) found that POS has a negative and significant effect on the intention to leave, where the higher the perceived 
high organizational support, the lower the desire to leave the organization. Study by Madden et al., (2015) shows the same results in 
which POS has a negative effect on Intention to Leave. Meanwhile, Ghozali et al., (2018) show that POS has a negative and 
significant effect on the desire to leave the organization. This shows that with the increase in POS, employees will have lower 
intention to leave so that the intention will increase along with the increase in POS. Barzoki and Rezai (2017) found that POS has a 
negative and significant effect on Intention to Leave. Likewise, study conducted by Akgunduz and Sanli (2017) shows that POS has 
a negative effect on Intention to Leave. Based on the relationship between the two variables, the fourth hypothesis is:  
H4: Perceived Organizational Support has a negative effect on Intention to Leave. 
Organizational Commitment and Intention to Leave 
The desire to leave is the tendency or degree to which an employee is likely to leave the organization. In which employees who have 
high organizational commitment will have low intention to leave. With the increase of job satisfaction and organizational 
commitment, it is expected that the employee's intention or goal to leave the organization will decrease. Mowday (1987) concluded 
that individuals who meet the organizational commitment will have high levels of job satisfaction and lower desire to leave. Study 
conducted by Rawashdeh and Tamimi (2019) shows that organizational commitment has a negative effect on Intention to Leave. In 
addition, Jehanzeb et al., (2013) also stated that organizational commitment has a negative effect on Intention to Leaves. Where the 
low level of training programs in the organization can lead to poor employee performance and higher employee turnover rates. On 
the other hand, Omar (2012) found that only one dimension of organizational commitment has a significant negative relationship 
with the desire to leave the organization, namely affective commitment. Meanwhile, results from a study by Islam et al., (2015) show 
that there is a negative and significant relationship between Affective Commitment in relation to Intention to Leave felt by employees 
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in the banking sector.  However, Ertosun and Erdil (2012) concluded that affective commitment has no mediating effect on the 
relationship between emotional deprivation and the desire to leave. Whereas affective commitment has a mediating effect on the 
relationship between social friendship and the desire to leave. A negative relationship was also found between organizational 
commitment and intentions to leave from study conducted by (Ghozali et al., 2018). The results show that employees with better 
organizational commitment are less likely to have the desire to leave their current jobs. Based on the relationship between the two 
variables, the following is the hypothesis that is proposed: 
H5: Organizational Commitment has a negative effect on Intention to Leave. 
Workplace Loneliness, Intention to Leave, and Organizational Commitment 
In line with study conducted by Wright (2005), workplace loneliness is negatively correlated with organizational commitment and 
positively related to Intention to Leave. If the organization is unable to meet its employee’s needs, such as the need for intimacy and 
social relations, the employee's organizational commitment will decrease, leading to an increased likelihood of leaving the current 
organization to find more satisfying interpersonal relationships. From the results of study conducted by Kaymaz et al., (2014), it is 
suggested that loneliness can cause stress, weak organizational commitment, and problems in social relationships, which in turn can 
trigger a desire to leave the organization. Results from the study conducted by Ertosun and Erdil (2012) show that Affective 
Commitment has a mediating effect on Loneliness and Intention to leave. It is known that there are 2 dimensions in this study, namely 
emotional deprivation and social loss which are positively related to Intention to Leave. Both can positively predict Intention to 
Leaves; Emotional deprivation and social deprivation are negatively associated with emotional commitment and social deprivation. 
Based on the relationship between the two variables, the following is the hypothesis that is proposed: 
H6: Workplace Loneliness has a positive effect on Intention to Leave and Organizational Commitment. 
Perceived Organizational Support, Intention to Leave, and Organizational Commitment  
Maertz et al., (2007) in their study show that normative and affective commitment can mediate the relationship between POS and 
Intention to Leave. A person who has great organizational support and has a strong drive to increase his organizational commitment 
which lead to a positive mood at work can lead to positive emotional associations with the organization itself, thereby increasing 
affective commitment and reducing turnover rates. The results of Wong and Wong's (2017) study show that affective commitment 
mediates the relationship between POS and employee Intention to Leave. Affective commitment has a negative and significant effect 
on Intention to Leave and POS has a significant positive effect on affective commitment. The results from a study by Albalawi et al., 
(2019) show that organizational commitment is a mediator between POS and Intention to Leave and their relationship becomes weak 
when employee job satisfaction is high. Job satisfaction has been shown to increase organizational commitment and reduce the desire 
to leave. So it can be concluded that POS can increase organizational commitment and further reduces the intention to join and to 
leave the organization. Meanwhile, Kalidass and Bahron (2015) show that there is a significant relationship between perceptions of 
organizational support and organizational commitment to employee Intention to Leaves. In addition, Tao (2019) also found that POS 
affects Intention to Leave through the affective commitment variable.  Based on the relationship between the two variables, the 
following is the hypothesis that is proposed: 
H7: Perceived Organizational Support has a negative effect on Intention to Leave Mediated by Organizational Commitment. 
Research and Methodology 
This research is a quantitative descriptive study and was conducted in securities companies as members of the Indonesia Stock 
Exchange in Central Java and the D.I.  Yogyakarta. The population in this study are all employees who work in securities companies 
as members of the Indonesia Stock Exchange, representative offices for the area of D.I.  Yogyakarta and Central Java, totaling 200 
employees. The technique used in collecting data to support this research is non-probability sampling. While the method used in 
sampling is purposive sampling. This method is used because researchers were focusing on target respondents who have been 
adjusted to certain criteria. As the result, there were 133 respondents in this study and only 101 respondents who were returned and 
could be used for further analysis.  
Workplace Loneliness 
Workplace loneliness is a work-related feeling where someone feels isolated and unwanted by others which results in decreased 
social interaction between employees at work. The indicators used to measure Workplace Loneliness include: 
Emotional Deprivation  
• Often feels neglected by coworkers when under work pressure 
• Often feels alienated by coworkers 
• Experiencing a feeling of emptiness while at work 
• Feel satisfied with the relationships I have at work 
 




• Have friendly social relationships at my workplace 
• Have a coworker who can be trusted to help with problems at work when in need 
• Feeling part of a group of friends at work  
Perceived Organizational Support 
Perceived Organizational Support is the support shown by an organization for positive things done by employees by appreciating the 
employee's contribution provided by employees and paying attention to their overall welfare. The indicators used to measure 
Perceived Organizational Support include: 
Employee performance 
• The organization appreciates my contribution to its well-being 
• The organization takes pride in my accomplishments at work   
Appreciation for the extra efforts of employees 
• The organization failed to appreciate the extra effort I put into it 
• The organization will ignore any complaints from me. 
Employee satisfaction at work 
• The organization cares about my satisfaction at work 
Employee wellbeing 
• The organization ignores my interests when making decisions that can affect me 
• The organization doesn't really care about me 
Improved performance 
• Even if I do my best on the job, the organization doesn't pay attention to it 
Organizational commitment 
Organizational commitment is the attitude or form of a person's behavior towards the organization in the form of loyalty and support 
in achieving the vision, mission, and goals of the organization. The indicators used to measure Organizational Commitment include: 
Affective Commitment 
• Would love to spend the rest of my career in this organization 
• Feels that if there is a problem in the organization, then that problem is also my problem 
• Feel that I can easily become attached to other organizations 
• Doesn't feel like “part of the family” in the organization  
• This organization has personal meaning for employees 
Continuance Commitment 
• Not afraid of anything that might happen if I quit this job 
• It will be very difficult to leave this organization 
• If I leave the organization there will be many problems 
• For now, staying in the organization is a necessity 
Normative Commitment 
• Does not believe that one should always be loyal to the organization 
• It is unethical to move from one organization to another 
• One of the main reasons to keep working for this organization is because I believe that loyalty is important and therefore 
I feel I have a moral obligation to stay 
• It would be better if the employee stayed with one organization for most of their career 
Intention to Leave the Organization 
The intention to leave the organization is the desire of employees to quit their jobs in the near future and leave the organization 
voluntarily because of dissatisfaction with their current jobs and organizations. The indicators used to measure Intention to Leave 
the Organization include: 
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Intention to Quit 
• Often think about leaving work 
• Doesn't feel obligated to stay with the current organization 
Intention to Search for Alternative 
• I will leave the organization if I can find a similar job at another organization 
Thinking of Quitting 
• Might be looking for another job soon 
The indicators used for this research were adopted based on previous studies. This study uses data collection techniques with a 
questionnaire method. Distribution of questionnaires using a Google form. The questionnaire consists of several statements given to 
respondents in the hope that they can be filled in according to the given instructions. In this study, a Likert scale was used with an 
interval scale of 7 scales, namely "1 = strongly disagree", "2 = disagree", "3 = somewhat disagree", "4 = neutral", "5 = somewhat 
agree", "6 = Agree "," 7 = Strongly Agree ".  
In this study, researchers tested models and hypotheses using the PLS technique. The analysis was using SEM-PLS (Partial Least 
Square) which consists of two parts, namely the evaluation of the outer model and the evaluation of the inner model. Evaluation of 
the outer model aims to determine the validity and reliability of measurement instruments in the research model. Outer model analysis 
can be seen from the values of convergent validity, construct validity, discriminant validity, and composite reliability. Inner model 
testing or structural models is carried out to predict causal relationships between variables or hypothesis testing. Inner model analysis 
can be seen from the coefficient of determination (R2), Q-square predictive relevance and hypothesis testing (influence between 
constructs). 
Result and Discussion  
Analysis of the respondents’ characteristics. 
In this study, female respondents compared to male respondents showed that the composition of the number of male and female 
employees was almost the same, namely 50.5% while male employees were 49.5%. This shows that the composition of the number 
of male and female employees is almost the same, meaning that the roles and contributions of male and female employees are the 
same in carrying out tasks in the Securities Companies. The characteristics of respondents based on age indicate that the majority are 
still young, namely, between 21-26 years of 42.6%, young employees tend to have big dreams and ideals, so that the possibility of 
moving to work is still high. In addition, the majority are S1 graduates which amount to 74, 3%.  The majority of the employees' 
monthly income is more than 6 million which amounts to 33.7%. This shows that the salary or income of employees per month is 
quite large, so it is hoped that there will be no Intention to Leave due to salary or compensation factors. The majority of employees 
work for 1 - 3 years, namely 45.5%, meaning that the majority of employees have not worked in securities companies for a long time. 
Table 1: Respondents’ Descriptive 
Demography Description Number Percentage 
Gender Male 50 49.5% 
  Female 51 50.5% 
Age 21 - 26 Years 43 42.6% 
  27 - 32 Years 21 20.8% 
  33 - 42 Years 29 28.7% 
  > 45 Years 8 7.9% 
Education High School 6 5.9% 
  D3/D4 : 5 5.0% 
  S1 : 75 74.3% 
  S2 : 15 14.9% 
Salary 2 Million - 3,5 Million 28 27.7% 
  3.6 Million - 4,5 Million 22 21.8% 
  4.6 Million - 5,5 Million 17 16.8% 
  > 6 Million 34 33.7% 
Length of Employment 1 - 3 Years 46 45.5% 
  4 - 6 Years 19 18.8% 
  7 - 9 Years 8 7.9% 
  > 9 Years 28 27.7% 
Total 101 100% 
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Outer Model Testing Results  
Testing the measurement model will be carried out to show the results of the validity and reliability tests. Using convergent validity 
and discriminant validity. Convergent validity is intended to test each construct of the uni-dimensionality model by looking at the 
convergent validity (Outer Loading) of each construct indicator. An indicator is considered to have good reliability if the value is 
greater than 0.70. While the loading factor of 0.50 to 0.60 can still be maintained for models that are still in the development stage. 
Based on these criteria, indicators whose loading factor values are less than 0.50 are excluded from the analysis. 
 
Figure 1: Result Analysis of Convergent Validity; Source: processed primary data, 2021 
Table 2: Indicator Test Outer Loadings 
No Variable Relation – Indicator Test Result 
Loading Factor P Values Notes 
1 ITL1 <- Quit 0.943 0.000 Valid 
2 ITL1 <- Intention to leave 0.909 0.000 Valid  
3 ITL2 <- Quit 0.933 0.000 Valid 
4 ITL2 <- Intention to leave 0.846 0.000 Valid  
5 ITL3 <- Search 1.000 
 
Valid 
6 ITL3 <- Intention to leave 0.878 0.000 Valid  
7 ITL4 <- Thinking 1.000 
 
Valid 
8 ITL4 <- Intention to leave 0.914 0.000 Valid  
9 KO1 <- Affective 0.746 0.000 Valid 
10 KO1 <- Organizational Commitment 0.690 0.000 Valid  
11 KO10 <- Normative 0.552 0.000 Valid 
12 KO10 <- Organizational Commitment 0.534 0.000 Valid  
13 KO11 <- Normative 0.802 0.000 Valid 
14 KO11 <- Organizational Commitment 0.690 0.000 Valid  
15 KO12 <- Normative  0.846 0.000 Valid 
16 KO12 <- Organizational Commitment 0.795 0.000 Valid  
17 KO13 <- Normative 0.809 0.000 Valid 
18 KO13 <- Organizational Commitment 0.720 0.000 Valid  
19 KO2 <- Affective 0.802 0.000 Valid 
20 KO2 <- Organizational Commitment 0.775 0.000 Valid  




21 KO3 <- Affective 0.802 0.000 Valid 
22 KO3 <- Organizational Commitment 0.743 0.000 Valid  
23 KO4 <- Affective 0.628 0.000 Valid 
24 KO4 <- Organizational Commitment 0.606 0.000 Valid  
25 KO5 <- Affective 0.810 0.000 Valid 
26 KO5 <- Organizational Commitment 0.777 0.000 Valid  
27 KO6 <- Continuance 0.598 0.000 Valid 
28 KO6 <- Organizational Commitment 0.546 0.000 Valid  
29 KO7 <- Continuance 0.820 0.000 Valid 
30 KO7 <- Organizational Commitment 0.855 0.000 Valid  
31 KO8 <- Continuance 0.800 0.000 Valid 
32 KO8 <- Organizational Commitment 0.711 0.000 Valid  
33 KO9 <- Continuance 0.779 0.000 Valid 
34 KO9 <- Organizational Commitment 0.683 0.000 Valid  
35 LiW1 <- Em_Depres 0.925 0.000 Valid 
36 LiW1 <- Loneliness 0.810 0.000 Valid  
37 LiW2 <- Em_Depres 0.912 0.000 Valid 
38 LiW2 <- Loneliness 0.834 0.000 Valid  
39 LiW3 <- Em_Depres 0.855 0.000 Valid 
40 LiW3 <- Loneliness 0.744 0.000 Valid  
41 LiW4 <- Em_Depres 0.680 0.000 Valid 
42 LiW4 <- Loneliness 0.785 0.000 Valid  
43 LiW5 <- Social_Com 0.944 0.000 Valid 
44 LiW5 <- Loneliness 0.888 0.000 Valid  
45 LiW6 <- Social_Com 0.937 0.000 Valid 
46 LiW6 <- Loneliness 0.850 0.000 Valid  
47 LiW7 <- Social_Com 0.878 0.000 Valid 
48 LiW7 <- Loneliness 0.724 0.000 Valid  
49 POS1 <- Performance 0.962 0.000 Valid 
50 POS1 <- POS 0.653 0.000 Valid  
51 POS2 <- Performance 0.958 0.000 Valid 
52 POS2 <- POS 0.624 0.000 Valid  
53 POS3 <- Appreciation 0.947 0.000 Valid 
54 POS3 <- POS 0.844 0.000 Valid  
55 POS4 <- Appreciation 0.946 0.000 Valid 
56 POS4 <- POS 0.839 0.000 Valid  
57 POS5 <- satisfaction 1.000 0.000 Valid 
58 POS5 <- POS 0.584 0.000 Valid  
59 POS6 <- wellbeing 0.953 0.000 Valid 
60 POS6 <- POS 0.867 0.000 Valid  
61 POS7 <- wellbeing 0.953 0.000 Valid 
62 POS7 <- POS 0.873 0.000 Valid  
63 POS8 <- Improved 1.000 0.000 Valid 
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Discriminant validity (Cross Loading) 
The model has sufficient discriminant validity if the AVE root for each construct is greater than the correlation between the constructs 
in the model at the PLS output as can be shown in Table 2. This AVE root value is higher than the coefficient correlation on the 
Intention to leave variable with other constructs (Loneliness, Organizational Commitment, and POS) which have a coefficient 
correlation ranging from -0.665 to 0.538. Thus, the construct of Intention to leave can be declared valid because the root AVE > the 
coefficient correlation. Likewise, other variables can be seen in the same way, so that it can be stated that all of these variables have 
high discriminant validity. 
Table 3: Discriminant validity 
 
Intention to leave Loneliness Organizational Commitment POS 
Intention to leave 0.887* 
   
Loneliness 0.538 0.807* 
  
Organizational Commitment -0.665 -0.570 0.708* 
 
POS -0.601 -0.371 0.684 0.764* 
Note : * value of ROOT AVE 
Construct Reliability Test (Composite Reliability) 
From Table 4, it can be seen that the value of all variables in reliability testing using validity testing using AVE with a value of more 
than 0.5 or Composite Reliability is more than 0.7. Therefore, it can be concluded that the tested variables are valid and also reliable 
so that it can be continued to test the structural model. In addition to the construct validity, a construct reliability test was carried out 
as measured by the composite reliability of the indicator block which measures the construct. The construct is declared reliable if the 
composite reliability value is above 0.70 (Ghozali, 2015).  
Table 4: Composite Reliability 
 
Cronbach's Alpha Composite Reliability Average Variance Extracted (AVE) 
Intention to Leave 0.909 0.937 0.787 
Workplace Loneliness 0.910 0.929 0.651 
Organizational commitment 0.915 0.928 0.501 
Organizational support 0.894 0.916 0.583 
  
Structural Model Analysis (Inner Model) 
Determination Coefficient (R2) 
The model provides an R-square value of 0.522 on the organizational commitment variable, meaning that the ability of the model for 
the workplace loneliness variable and Perceived Organizational Support in explaining the organizational commitment variable is 
52.2% and the remaining 47.8% is explained by other variables. While the R-square value of Intention to Leave is 0.583, which 
means that the model's ability on workplace loneliness variable, Perceived Organizational Support variable, and organizational 
commitment variable in explaining the Intention to Leave is 58.3% and the remaining 41.7% is explained by other variables. 
Table 5: Result of R-Square Testing 
Independent Variable Dependent R Square 
Perceived Organizational Support Organizational Commitment 0,522 
Workplace Loneliness 
Perceived Organizational Support 
Organizational Commitment 




Predictive Relevance  
If the Q-square value is > 0, it indicates that the model has predictive relevance, on the other hand, if the Q-square value is ≤ 0, it 
indicates that the model lacks the predictive relevance (Chin, 1998). Based on the results of the determination coefficient above, the 
Q Square value can be calculated as follows: 
Q2 = 1 – {(1-0,522)x(1-0,583)) 
Q2 = 1 – 0,199 
Q2 = 0,801 
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The Q2 coefficient of 0.801 shows that the total influence of the workplace loneliness variable and perceived organizational support 
on the Intention to Leave through organizational commitment is 80.1%. While the remaining 19.9% is explained by other variables. 
The value of Q2 > 0 indicates that the model has predictive relevance. 
Hypothesis Test 
Direct Effects 










Workplace loneliness -> Organizational 
Commitment 
-0.366 3.999 0.000 H1 
accepted 
Workplace loneliness -> Intention to leave 0.243 1.982 0.024 H2 
accepted 
POS -> Organizational Commitment 0.548 6.656 0.000 H3 
accepted 
POS -> Intention to leave -0.283 3.066 0.001 H4 
accepted 
Organizational Commitment -> Intention to leave -0.333 2.672 0.004 H5 
accepted 
Note *= Sig p values < 0.05 
Indirect Effects 
Table 7: Indirect Effects 






Workplace loneliness -> Organizational commitment-> Intention to Leave       0.122 1.999 0.022 H6 diterima 
Perceived organizational support -> Organizational commitment-> Intention 
to Leave 
     -0.182 2.753 0.003 H7 diterima 
Note *= Sig p values < 0.05 
Discussion 
Workplace Loneliness on Organizational Commitment 
The results show that workplace loneliness has a negative and significant effect on employee organizational commitment. The effect 
of workplace loneliness (X1) on organizational commitment (Z) is obtained with an estimated coefficient value of -0.366 and t count 
of 3.999 and a probability of 0.000 < 0.05, it can be concluded that there is a significant negative effect between workplace loneliness 
(X1 ) with organizational commitment (Z), which means H1 is accepted.  The existence of a negative influence shows that the high 
perception of workplace loneliness will reduce organizational commitment, and conversely, the lower the perception of workplace 
loneliness, the higher the organizational commitment is.  
Workplace loneliness manifests itself as sadness due to a lack of quality interpersonal communication between employees in the 
work environment (Wright, 2005). In perspective, loneliness is defined as a complex emotional reflection due to the failure to 
establish a relationship by meeting the closest people and to meet one' social needs (Ernst & Cacioppo, 1999), some unpleasant 
experiences due to the lack of individual social relationships (Shaver and Brennan, 1991) or some subjective experiences that are 
influenced by situational variables and personality traits (Rokach & Neto, 2005). The results of this study are consistent with study 
conducted by Ayazlar and Güzel (2013) and study conducted by Tabancalı & Korumaz (2017). This study shows that workplace 
loneliness strongly predicts their commitment to the organization. Özçelik & Barsade (2011) states that employees' workplace 
loneliness triggers their emotional distance from a settlement as a reflection of a decrease in organizational commitment, thus 
affecting their performance.  
Workplace Loneliness on Intention to Leave  
Between workplace loneliness (X1) and the Intention to Leave (Y), the estimated coefficient value is 0.243 and t is 1.982, and the 
probability is 0.024 <0.05. Thus it can be concluded that there is a significant positive effect between workplace loneliness (X1) with 
the Intention to Leave (Y), which means that H2 is accepted. There is a positive effect of workplace loneliness on Intention to Leave, 
indicating that the greater the feeling of workplace loneliness is, the higher the Intention to Leave will be. In this context, failure to 
meet emotional expectations and inadequate social dialog in the workplace will lead individuals to experience feelings of loneliness 
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which may result in the individual's intention to leave. Lam & Lau (2012) explain that employees who have social relationships and 
trust that are less likely to be prioritized and appear for the organization. This makes them feel that their goals are not in line with the 
goals of the organization, thus encouraging them to seek alternative assistance from other organizations. 
Thus, it is concluded that loneliness can have a negative impact on organizational commitment, which in turn, may affect the intention 
to leave (Ertosun & Erdil, 2012). This is in line with study conducted by Aytac and Basol (2018). The results of this study indicate 
that there is a positive and significant influence between loneliness and Intention to Leave. The results are consistent with studies 
conducted by Kaymaz et al., (2014), Ghadi (2017), and Gozukara et al., (2017) which state that workplace loneliness has a positive 
and significant impact on employees Intention to Leave.   
Perceived Organizational Support on Organizational Commitment 
The influence of Perceived Organizational Support (X2) with Organizational Commitment (Z) is obtained with an estimated 
coefficient value of 0.548, t count is 6.656 and a probability of 0.000 where the value is less than 0.05 (significance level of 5%), it 
can be concluded that there is a significant positive influence between Perceived organizational support (X2) and Organizational 
Commitment (Z). The positive coefficient shows that the better the perceived organizational support provided to employees is, the 
higher the organizational commitment they have and vice versa. Study by Eisenberger et al., (1990) states that employees who receive 
support from their organization are less likely to look for other jobs or will not accept job offers from other companies. Organizational 
support is seen as a very important factor in the behavior of its employees, this support can be in the form of attention from the 
leadership to their subordinates. It can also be in the form of adequate facilities and infrastructure to support its employee's 
performance, and this strengthens the employee's organizational commitment. In this study there is a positive and significant influence 
on perceived organizational support on organizational commitment, indicating that the better the perceived organizational support is, 
the higher and the organizational commitment will be. The results of the study are in line with study by Battistelli et al., (2015) which 
found that POS has a positive effect on self-competence through affective commitment. Conversely, ongoing commitment and 
normative commitment do not mediate this relationship. Wong and Wong, (2017) also show that POS has a positive effect on 
organizational commitment. In addition, Islam et al., (2015) and Brown and Roloff (2015) show that perceived organizational support 
has a positive effect on organizational commitment. POS is believed to increase employee affective commitment.  
Perceived Organizational Support towards Intention to Leave 
The results of the study indicate that perceived organizational support on the Intention to Leave has an estimated coefficient value of 
-0.283, with a t count of 3.066 and a probability of 0.001 where the value is less than 0.05 (significance level of 5%), it can be 
concluded that there is a significant negative influence between perceived organizational support (X2) and the Intention to Leave (Y) 
means that H4 is accepted. Increased perceived organizational support can make employees feel obliged to contribute and care about 
the welfare of the organization and help the organization to achieve its goals (Eisenberger et al., 2001). Organizational support is 
defined as employees' general beliefs about the extent to which the organization values their contributions and cares about their well-
being (Eisenberger et al., 1986). Increased perceived organizational support can make employees feel obliged to contribute and care 
about the welfare of the organization and help the organization to achieve its goals (Eisenberger et al., 2001).  
Positive work experience can create employees with a good level of perceived organizational support (Gupta et al., 2010). Not all 
organizations could and are able to provide full support to employees, therefore some solutions have emerged, one of which is an 
increase in work ability which can minimize the incidence of low POS from employees, which has an impact on employees' desire 
to leave (Yahya et al., 2012). The results of the study support the studies conducted by Madden et al., (2015) and Barzoki and Rezai 
(2017) showing the same results that POS has a negative effect on Intention to Leave. Meanwhile, Ghozali et al., (2018) and Guchait 
et al., (2015) show that POS has a negative and significant effect on the desire to leave the organization. This shows that with the 
increase in POS, employees will have lower intention to leave so that the intention will increase along with the increase of POS.  
Organizational Commitment on Intention to Leave 
The results of the study indicate that the estimated coefficient value of -0.333, t count of 2.672, and a probability of 0.004 where the 
value is less than 0.05 (5% significance level). It can be concluded that there is a significant negative effect between organizational 
commitment (Z) with the Intention to Leave (Y), which means that H5 is accepted. Organizational commitment to the company 
prevents unwanted Intention to Leave (Handaru, 2012). This means that the greater the organizational commitment possessed by 
employees is, the lower the turnover intensity of employees will be. High organizational commitment tends to reduce the desire of 
employees to leave the company. In which employees who have high organizational commitment will have low intention to leave. 
With the increase of job satisfaction and organizational commitment, it is expected that the employee's intention or goal to leave the 
organization will decrease. Results from studies conducted by Rawashdeh and Tamimi (2019) and Omar (2012) show that 
organizational commitment has a negative effect on Intention to Leave. Meanwhile, results from a study by Islam et al., (2015) show 
that there is a negative and significant relationship between Affective Commitment in relation to Intention to Leave felt by employees 
in the banking sector. 
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Workplace Loneliness on Intention to Leave is mediated by Organizational Commitment. 
Furthermore, workplace loneliness has a positive and significant effect on the Intention to Leave which is mediated by the 
organizational commitment variable on the employees. Based on the Indirect Effect Test, it is known that the coefficient of the 
indirect effect of workplace loneliness (X1) on the Intention to Leave (Y) through organizational commitment (Z) is 0.122 with a 
significance test obtained by the t value of 1.999 and a probability of 0.022 where this value smaller than 0.05 (at a significant level 
of 5%). It can be concluded that there is a significant influence between workplace loneliness (X1) on the Intention to Leave (Y) 
through organizational commitment (Z) meaning that H6 is accepted.  According to Ertosun & Erdil (2012), employees who have 
workplace loneliness due to employees’ dissatisfaction will tend to withdrawal from their organization, either through psychological 
termination or actual job termination. In addition, poor relationships with coworkers emerged as the most prominent reason for 
withdrawing from the organization after their poor organizational commitment. Thus workplace loneliness has a negative effect on 
employees’ attitudes which will reduce organizational commitment and increase the desire to withdraw from the organization. The 
results of the study support the studies of Wright (2005) and Ertosun & Erdil (2012) by using quantitative analysis which aims to 
investigate the effect of Organizational Commitment as a mediating variable in relation to Loneliness and Intention to Leave. From 
the results of study conducted by Kaymaz et al., (2014), it is suggested that loneliness can cause stress, weak organizational 
commitment, and problems in social relationships, which in turn can trigger a desire to leave the organization. 
Perceived Organizational Support on Intention to Leave is mediated by Organizational Commitment  
Based on the test, it can be seen that the coefficient of indirect influence on perceived organizational support (X2) on the Intention 
to Leave (Y) through organizational commitment (Z) is -0.182 with a significance test obtained by the t value of 2.753 and probability 
of 0.003, where the value is smaller than 0.05 (at a significant level of 5%). It can be concluded that there is a significant influence 
between perceived organizational support (X2) on the Intention to Leave (Y) through organizational commitment (Z), which means 
that H7 is accepted. Perceived organizational support has a negative and significant effect on the Intention to Leave mediated by the 
organizational commitment variable. The results of the study support the study of Maertz et al., (2007) which found that affective 
and normative commitment can mediate the relationship between POS and Intention to Leave. A person who has great organizational 
support and has a strong drive to increase his organizational commitment can lead to a positive mood at work which can lead to 
positive emotional associations with the organization itself, thereby increasing affective commitment and reducing turnover rates. 
The results of Wong and Wong's (2017) and Zhang's (2019) studies show that affective commitment mediates the relationship 
between POS and employee Intention to Leave. Affective commitment has a negative and significant effect on Intention to Leave 
and POS has a significant positive effect on affective commitment. The results from studies by Albalawi et al., (2019) and Waddell 
(2016) show that organizational commitment is a mediator between POS and Intention to Leave and their relationship becomes weak 
when employee job satisfaction is high. Job satisfaction has been shown to increase organizational commitment and reduces the 
desire to leave. So, it can be concluded that POS can increase organizational commitment.  
Conclusions  
This research aims to examine and analyze the impact of workplace loneliness and perceived organizational support towards Intention 
to Leave that is mediated by organizational commitment, surveyed among employees of securities company that are parts of 
Indonesian Stock Exchange (BEI). The research result shows that workplace loneliness and perceived organizational support has a 
significant impact towards Intention to Leave. This means that the higher perceived workplace loneliness is, the lower the 
organizational commitment is. In addition, the higher the perceived workplace loneliness is, the higher the Intention to Leave is and 
vice versa. 
Furthermore, there is a negative correlation between organizational commitment towards Intention to Leave. If the organizational 
commitment gets better, the perceived organizational commitment among employees increases along with it, thus leads to a decrease 
in Intention to Leave and vice versa. Therefore, this research reveals that organizational commitment is proven to mediate the notion 
between workplace loneliness and Intention to Leave. This means that if the workplace loneliness increases, then the organizational 
commitment decreases, resulting in the increase of Intention to Leave among employees. Organizational commitment also mediates 
the relation between perceived organizational support towards Intention to Leave. This means that if the perceived organizational 
support gets better, then the organizational commitment most likely increases too, and this can suppress the Intention to Leave among 
employees. 
Having this considered, companies need to ensure that the rate of workplace loneliness can be suppressed, especially on the dimension 
of emotional depression which is often ignored among workmates in an under-pressure situation.   Employees tend to feel extremely 
pressured when they are ignored by their peers and chief officer in their office. The increase of perceived organizational support 
variable, especially on the dimension of improved performance dimension, is deemed as the lowest by the employee. An approach 
to lower level through coaching is also perceived as an appropriate attempt for lower-level employee to obtain proper acknowledge 
regarding the concept of job that needs to be finished. Another thing that can be done includes personal discussion and this can further 
emphasize a good organizational support. In order to increase organizational commitment, an open communication among employees 
can get them to feel seen, acknowledged, and appreciated as parts of the team as well as the company. 
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The researcher is fully aware that the result of this research still has limitations, one of them being the pandemic of COVID 19 that 
only enables the researcher to carry out the questionnaire survey online, thus limits the control and assistance towards respondents. 
Aside from the lack of previous research with similar topic as this research, the distribution of questionnaire also occurred during the 
rush period of work, so the number of respondents that were willing to participate in the survey was not so big. 
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